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Abstract
This paper is a review of literature related to teacher evaluation systems and frameworks used to
improve the instructional practices and other critical skills of educators in the United States.
These evaluation systems aim to professionally develop teachers and other licensed staff through
observations, collegial collaboration, and professional learning communities. Specific systems
reviewed include Charlotte Danielson’s Framework for Teaching (2011) and Robert J. Marzano’s
Marzano Teacher Evaluation Model (2012), as well as multiple perspectives on critical features
of an effective teacher evaluation system. When multiple practices and forms of evaluation are
used simultaneously, the effectiveness in teacher development increases. Teachers also elicit
higher growth levels when they are involved in both receiving and giving feedback in the
evaluation process.
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CHAPTER I: INTRODUCTION
The role of the teacher continues to change as the demands of the world influence current
trends in education. Teachers' roles have fundamentally changed, including shifts from
teacher-led instruction to students as creators of their own knowledge, ongoing developments in
technology, as well as the union of social emotional development with intellectual development.
Teaching is a practice that can be very challenging, but teachers need to be prepared to bring out
the best learning outcomes in their students regardless of those challenges. For teachers to meet
the requirements of the educational system and the needs of their students, efficacy is a critical
aspect. Efficacy means the teacher is competent in all roles and responsibilities assigned to them
and can take action on executing those as part of their practice. Creating and determining
effective teachers requires teachers to be placed in evaluation systems with predetermined
criteria. Evaluation and assessment provide opportunities for professional development not only
to the teacher but to the student as well. The teacher benefits from evaluation via the professional
development opportunities that evaluation provides through improvements in their instructional
practices, knowledge of content, and professional responsibilities. On the other hand, students
will benefit from teacher evaluation through improvement in their learning and higher student
achievement while becoming constructors of their own knowledge.
The research in this literature review focuses on examining current teacher evaluation
practices and considers the evaluation approaches that provide the highest returns on teacher
effectiveness and professional development for teachers and licensed staff. Research also shows
that the quality of teachers significantly impacts student learning outcomes (Moody, 2018).
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Teachers who are responsible for caring for students need to have sufficient knowledge and
competencies to help each student realize achievement growth. Teacher evaluation systems
provide the teachers vital feedback, which helps them improve their teaching practice and
encourage professional development (Danielson, 2011; Marzano, 2012). Teaching practices are
impacted by multiple factors, including school administration, colleagues, district initiatives, and
other factors.

Definition of Terms
“Teacher evaluation systems” refers to the process in place for school districts to assess
teacher performance in the classroom. These systems are aiming to improve “teacher
effectiveness,” or the ability to use success indicators as it relates to student learning. This level
of success is known as “academic achievement” or student achievement. This is the measure or
amount of academic content a student learns within a determined amount of time. Prior to the
occurrence of learning, schools and teachers may define student outcomes as the knowledge and
skills that students are expected to learn in a particular discipline.
While teacher evaluation systems vary, many districts include a “summative evaluation”
component in the process. Summative evaluations document a teacher's journey over the year
and could include data analysis of student achievement, artifacts or work samples from students,
self-appraisals, student surveys, classroom observations. Some school districts require
summative evaluations for every teacher every year, while other districts have rotating cycles for
summative evaluations, particularly for non-probationary teachers.
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“Professional development” is a broad term in education and encompasses a breadth of
areas of educators. Often referred to as “PD,” it can include any type of ongoing learning
opportunity about nearly any topic. Learning settings include conferences, courses, workshops,
and professional learning communities. It is one way teachers can improve their skills, share
knowledge with others and enhance student outcomes.
The “stakeholders” in regards to teacher evaluation might include students, mentor
teachers, colleagues, administration, as well as faculty self-evaluation. They each hold value in
teacher evaluation and generally represent various perspectives. Conversely, colleagues typically
are part of a larger support system and are not directly serving as evaluators and might include
team members of the same grade or department, counselors, school psychologists, social
workers, nurses, etc. The term “colleagues” refers to anyone who works in a collegial partnership
with a teacher or licensed staff and may or may not also be an evaluator.
“Performance-based compensation” refers to bonuses earned by teachers based on
observed skills, responsibilities, and knowledge.

Historical Background of Teacher Evaluation
Teacher evaluation dates back as early as the fifteenth century in Italy when informal
evaluation of university teachers by their students resulted in paying one’s instructors based on
their teaching abilities (Barrette et al., 1995). In the United States, teacher evaluation dates back
as early as the 1920’s when "Harvard's Confidential Guide" was distributed as an informal
student evaluation of their teachers. Students were asked to describe teachers they felt were
effective and reference various characteristics important of an effective teacher. By the late
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1930s, committees designed scales to be used for teacher evaluation based on important areas of
teaching.
Up until the 1960s, the main focus of teacher evaluation in public schools was personal
characteristics of good teachers, but in the late 1960s, the focus shifted toward teachers’
behaviors that had direct effects on student achievement (Nerenz & Knop, 1982). In the
mid-1970s, Madeline Hunter developed a framework of teaching called Instructional Theory into
Practice (ITIP) that used instructional strategies applicable to all discipline areas across
elementary and secondary classrooms. Hunter's method of direct instruction, often referred to as
the Hunter Method, includes seven elements: objectives; standards; anticipatory set; teaching;
guided practice; closure; and independent practice (Goldberg, 1990). Throughout the 1970s and
’80s, this became the research-based template for effective teaching and was mandated for use by
many administrators.
While the origin of identifying components of professional practice in teaching was born
in the 1970s, there was minimal attention paid to teacher evaluation in American public
education until recently. The typical evaluation model for the majority of our nation’s 3.1 million
teachers was an observation once a year (Toch, 2016). Even then, administrators used a simple
checklist that did not directly focus on the quality of teacher instruction or student learning.
Teacher evaluation systems have changed in recent times and have become one of the
most significant topics of K-12 education. The changes result from new research in the
profession, especially concerning teacher quality, interest in boosting teacher effectiveness and
student outcome, and political pressure to eliminate underperforming teachers (Sawchuk, 2015).
Nevertheless, teachers still register high scores on the new evaluation systems as they did with
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earlier methods. Teacher evaluation is a vital part of the educational process to ensure the
students benefit from the learning process.
Current teacher evaluation systems include a multiphase process of classroom
observations by administrators or lead teachers. Some present-day teacher evaluation systems
consider student achievement measures and classroom observation of instruction to evaluate
teacher performance (Steinberg & Donaldson, 2016). The main focus of the current evaluation
systems is to enhance the practice intending to improve student learning and thus, enhance
teachers' skills to improve student performance.

Guiding Questions
What types of teacher evaluation programs offer the highest return on student
achievement and professional growth of teachers? How might professional communities, as well
as school administrators, instructional coaches, teacher leaders, and mentors, impact professional
development for teachers and ultimately impact student achievement?
The review of literature about teacher evaluation begins with an exploration of the
historical context of teacher evaluation and trends in teacher evaluation practice. The research
reviewed also highlights different systems for teacher evaluation as well as the purpose for
teacher evaluation by describing benefits for both the teacher and the learners.
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CHAPTER II: LITERATURE REVIEW
Literature Search Procedures
This literature review analyzes research on teacher evaluation systems in the
United States. To locate the literature for this thesis, a variety of searches were used, including
EBSCO databases, Academic Search Premier, and ERIC. Additional research was sourced
through Google Scholar. The search parameters for the research were filtered to include articles
that were peer-reviewed and those which elicited full-text options. Articles cited in this literature
review were published between 2006 and 2021. Keywords and phrases during the research
process included “teacher development,” “teacher evaluation systems,” “summative evaluation,”
“teacher effectiveness,” and “academic achievement.” The structure of this chapter is to review
Trends in Teacher Evaluation, Effectiveness in Teacher Evaluation, Approaches to Professional
Development, and Policies on Teacher Evaluation.

Trends in Teacher Evaluation
In recent years, the field of education has focused on accountability and scrutiny of
variables that affect educational outcomes. Teacher evaluation is key to ensuring high-quality
instruction (Stronge, 2006). Stronge presents that an effective teacher evaluation system should
have five features. The first feature is that the system should have mutually beneficial goals. The
goals of the evaluation system should benefit both the individual teacher and the school, as this
makes that evaluation outcome more acceptable and beneficial to the school, teacher, and learner
(Stronge, 2006).
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The second feature emphasizes systematic communication where the evaluators should
consider the best communication strategies they need to use in the process. Feedback and
evaluation information should be documented in a consistent and systematic way, while some
feedback might be communicated privately to the individual teacher (Stronge, 2006). The next
feature is a climate for a quality evaluation, whereby the evaluation process should be
undertaken in an environment that encourages mutual trust between the teacher and the
evaluator. The fourth feature is technically sound evaluation systems, which promote the
likelihood that the desired outcomes will be achieved. Those outcomes include effective service
to students and society, planning for professional development, and establishing teacher
evaluation practices that are free of bias (Stronge, 2006). The fifth feature is the use of multiple
data sources. This provides an accurate measure of teacher performance and allows for a
complete picture of performance. These features make the evaluation process effective and
benefit both the teacher and student.
The past several decades have seen intensified focus on educational change as
educational systems in different parts of the world struggle to meet the educational needs of the
changing times. As the times change, so do the roles of teachers. To realize the optimal
educational outcomes for the students, teachers must take up additional roles outside their
conventional role as instructors. Therefore, evaluation and development are vital. The Best
Evidence Synthesis program focuses on bringing reforms into the education field by linking
research to policy and practice (Timperley et al., 2008). The growing interest in
evidence-informed practice is fueled by the growing concern for the need for a better
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understanding of the complex challenges faced in the teaching-learning process, as well as the
need to utilize the available knowledge to improve educational outcomes.
The Best Evidence Synthesis (BES) approach is appropriate for teacher evaluation and
professional learning and development because it is rigorous and comprehensively emphasizes
student learning and engagement of stakeholders of the teaching-learning process. The Teacher
Professional Learning and Development Best Evidence Synthesis presents that there is a need to
understand the approaches to learning that assist teachers in growing in ways that serve the
educational interests of the students well, especially in this era where the expectations of schools
and students are constantly changing (Timperley et al., 2008). This approach focuses on several
matrices to evaluate teachers and determine the relationship between teacher learning and student
learning. The matrices include the professional learning context, the professional learning
content, the learning process, the activities that formed the professional development programs,
teacher responses, and the impact on learners (Timperley et al., 2008). The approach evaluates
teachers on the grounds of their qualification and additional knowledge that is supposed to reflect
on the learning outcomes of the students.
Daley and Kim (2010) suggest that there has been a status quo in the evaluation criteria
that have been used for teacher evaluation. The existing criteria automatically assign the highest
available scores to teachers and do not give sufficient feedback for teacher improvement. Also,
these evaluation criteria exhibit little connection with growth in student achievement or
instruction quality that should eventually lead to higher levels of student growth. Thus, these
criteria have come under criticism by stakeholders in the education field. The preferred system of
evaluation that has been tested is the System for Teacher and Student Advancement by TAP
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(Daley & Kim, 2010). This system has been described as effective for teacher evaluation as it
takes into account the measures for the growth of student achievement and classroom
observations. The system also provides the teachers with feedback on improvement and provides
metrics for compensation based on performance. In addition, the system is aligned to mentoring
support and professional development. Evaluations from the TAP system offer differentiated
feedback. The system shows that observational scores from the classroom and student
achievement growth are positively correlated. The system also suggests that the observed skill
levels of TAP teachers increase over time. Furthermore, TAP schools exhibit differential
retention of teachers deemed effective based on the evaluation scores (Daley & Kim, 2010).
The TAP system is built upon four intersecting elements designed to enhance teacher
recruitment, performance, job satisfaction, and retention. The four distinct elements that form the
basis of the TAP evaluation system are; multiple career paths, in which teachers can advance
professionally to become mentor and master teachers while being given compensation for
offering assistance to veteran teachers. Ongoing applied professional growth is the next element,
and it involves TAP teachers taking part in cluster group meetings held every week to examine
student data, engage in collaborative planning, and exchange instructional strategies that
different teachers have tested in their classrooms (Daley & Kim, 2010). Through this, the
professional development of the teacher is continuous as they discover strategies to improve their
teaching.
The third element is instructional focused accountability, where the TAP teachers are
observed by trained observers, administration, and mentor teachers several times per year during
classroom instruction. The observers use research-based rubrics and monitor the consistency of
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the observations. The fourth element is performance-based compensation, where the teachers in
TAP school earn bonuses based on observed skills, responsibilities, and knowledge. The average
achievement growth of their students, as well as the achievement growth of the entire school, is
considered before the compensation is given to the teacher. In addition, the master and mentor
teachers are given additional performance-based stipends related to their additional roles and
responsibilities (Daley & Kim, 2010). The additional compensation raises the earnings of the
TAP teachers and thus improves their morale, which reflects positively on student performance.
According to Sawchuk (2015), teacher evaluation denotes the formal process used by
schools to review and rate the effectiveness and performance of teachers in the classroom. The
findings of the evaluation are then used to provide the teachers with feedback and to guide their
professional development. Teacher evaluation systems in the United States are governed by state
laws but designed and utilized at the district level. For a long time, the most widely used teacher
evaluation method was classroom observations conducted by school administrators like
principals and lead teachers. Sometimes the administrators use checklists or rubrics with
predetermined aspects that they are supposed to observe on the teacher (Sawchuk, 2015). This
evaluation approach also involves taking samples of students' classwork, records, and lesson plan
that the teacher uses to run their lessons and other relevant factors that may be of importance,
including some personal attributes of the teacher like class control, mastery of content, and the
teacher's general classroom conduct.
Some teachers help students gain higher academic achievement than other teachers. Thus,
it is vital to set evaluation criteria that all teachers must meet. The top-performing teachers are
found to help their students learn more and have great outcomes, while the students taught by
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underperforming teachers achieve less than a year of learning (Sawchuk, 2015). Consequently,
the pressure from different stakeholders for new evaluation systems led to the adoption of new
evaluation methods. The new evaluation methods are more complex and include several aspects
that are each assigned different scores and are mainly focused on the observations of the teaching
standards of the teachers. One of these approaches utilizes a statistical technique called the
value-added model that filters sources of bias in test-score growth to determine to what extent
the teacher contributed to student learning.
According to Moody (2018), teacher evaluation is used to ensure quality teaching and
outcomes. An evaluation must be organized in a manner that provides an opportunity for growth
for both the teacher and the learner. Further, Moody suggests that evaluation systems form the
central base for the achievement of quality teaching. Thus, it is important to use evaluation to
assist teachers in reflecting upon and improving their practice and, in the process, ensure that all
students under these teachers leave school with the skills and knowledge necessary for the
dynamic world. Moody presents that instructional coaching is the most effective strategy to
improve instructional practice. Additionally, Moody presents five approaches for effective
evaluation systems that improve teacher practice and student outcomes. The first approach is
'Streamline and implement tools flexibly.' Current evaluation rubrics are too big and ineffective
in providing feedback since they are only based on observations that last only a few minutes
(Moody, 2018). Therefore, more effective tools like TNTP Core Teaching Rubric and the Insight
Core Framework from Insight Education Group should be considered.
The second approach is designing systems as a formative feedback process where the
evaluations are more growth-oriented rather than focused on assigning scores. Aside from being
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observed by administrators, teachers can be observed by their peers regularly and be provided
with feedback. The feedback helps them improve their practice and realize improved learning
outcomes for the students. The next approach is supporting evaluators to be coaches to guide the
teachers on some aspects instead of being overly concerned with just assigning scores to teachers
(Moody 2018). The fourth approach is involving more people in the evaluation process instead
of relying on one school administrator to evaluate all teachers.
Teachers register higher growth levels when they are involved in both receiving and
giving feedback in the evaluation process. Involving more people reduces the inefficiencies of
overreliance on one observer and enhances the quality of feedback. The fifth approach is to use
video tools to allow educators to focus on meaningful feedback conversations. Since the
evaluation system is time-consuming, videos can be helpful in the evaluation process where
teachers record themselves and submit the video for evaluation later (Moody 2018). In this way,
the teacher and students can continue the teaching-learning process without distractions.

Formative Evaluation
According to the National Research Council (2003), the most effective evaluation in a
teaching and learning environment is one which supports and acknowledges effective teaching
practices based on the learning outcomes exhibited by the learner. The National Research
Council presents that evaluation of individual instructors can be done through an intersection of
stakeholders who provide their input into the evaluation system. The stakeholders include
students, colleagues, administration, and faculty self-evaluation. The use of ongoing formative
evaluations is a significant evaluation approach that has positive impacts on both the learning
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and on helping the instructors to improve their teaching based on the feedback they get from the
evaluation. The information obtained can further be used to form the basis of more formal
evaluations that are summative and impact important educational decisions (National Research
Council, 2003). The outcome assessment is used to measure student learning and improve
teaching.
The National Research Council further suggests that evaluations should consider more
than just student grades. The evaluations should also provide the instructors with feedback for
improving their teaching strategies and guide them to motivate their students. The outcome of
the evaluation can be used by the teaching staff to improve important components of the learning
process, such as the course content and the structure of the curriculum. Among the strategies that
arise from this type of evaluation include prompts for the teachers to incorporate more active
learning strategies and enable students to put into practice the concepts that have been instructed
to them in classroom learning (National Research Council, 2003).

Purpose of Evaluation
The University of Michigan states that teacher evaluation has many purposes that include
collecting feedback for improvement of teaching, portfolio development for job applications, or
data gathering as part of personnel decisions, including reappointment or promotion and tenure
(Center for Research on Learning and Teaching, 2021). Teacher evaluation can be done using
evidence that can be collected from colleagues. This involves using the results of observations of
classroom teaching. Colleagues can also evaluate a fellow teacher by reviewing course materials
like syllabi, lesson plans, and assignments, as well as reviewing student work like test papers and
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grading criteria that the teacher used to grade the students in different tasks. The colleagues can
also contribute to the individual teacher’s course and curricular development and contributions to
mentoring students, including student research and dissertations (Center for Research on
Learning and Teaching, 2021).
Apart from evaluation from evidence collected from colleagues, teacher evaluation can
also be done through evidence that can be collected from students. This includes anonymous
responses that can be submitted by students while a course is in progress. The feedback from the
student ratings can be used by teachers to improve practice by rectifying areas where the learners
expressed dissatisfaction (Centre for Research on Learning and Teaching, 2021). Also, samples
of students’ work that show what the students accomplished in the course can be used to evaluate
a teacher’s effectiveness.
Additionally, teachers can be evaluated based on evidence they collect on their own.
Efforts to collect data from the improvement of practice can focus on specific areas an individual
teacher needs to develop. When performing self-evaluation for the purpose of personnel decision
making it is important to use multiple measures that involve a range of data sources to evaluate
different instruction activities. The instructional activities to consider include instructional
delivery, course planning, grading, and assessing student learning, and professional development
and innovation around teaching. To ensure that the evaluation system adopted is reliable, faculty
members must play a significant role in its development (Center for Research on Learning and
Teaching, 2021). Before evaluation systems are fully adopted, faculty must reach a consensus on
specific criteria for effective teaching, after which the departments can use the criteria to guide
the implementation of specific methods of evaluation.
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According to research by OECD in 2009, teachers are the most significant resource in
schools and play a vital role in raising the standards of education. Improving the effectiveness
and efficiency of teachers is thus vital and depends on ensuring that teachers have reached the
desired skills. Determining the skill level of teachers requires that evaluation be done (OECD,
2009). Evaluation ensures that teachers are highly skilled, motivated, and sufficiently resourced
to perform at their best and realize positive outcomes reflected in the achievement growth of the
students. Evaluation of teachers, in turn, results in the continuous improvement of teaching
practice.
Evaluation is also important in determining the strengths of individual teachers and the
areas of practice in which they still need improvement. Thus, teacher evaluation is a vital
practice to raise the effectiveness of the teaching-learning process and raise the standards of
education. Effective teacher evaluation involves using accurate appraisal that considers the
effectiveness of teaching, the strengths and areas for development, followed by feedback,
coaching, and support opportunities for professional development. An effective evaluation
system also recognizes and rewards the efforts of teachers (OECD, 2009). Most teachers report
that the appraisal and feedback they receive from evaluations are beneficial to them and their
students.
The OECD presents six interrelated aspects that should be considered for an effective
teacher evaluation system. The six aspects include; unit assessed (Who?), capabilities to assess
and to use feedback (by whom?), aspects assessed (what?), evaluation technology (how?),
purpose (for what?), and agents involved (with whom?). Further, OECD suggests that teacher
evaluation cannot be done in isolation; thus, school system and societal factors are important
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considerations that influence teacher evaluation policies (OECD, 2009). Using an effective
teacher evaluation system that takes all the three aspects into account leads to an improvement in
teaching practice and the educational outcomes of the learners.
Teacher evaluation systems are increasingly being considered part of the educational
system and a significant component of school reform efforts. Evaluation is aimed at revealing
information about individual classroom teachers (Taylor & Tyler, 2012). Practice-based
assessment is an effective evaluation method that can be used to evaluate teachers. This approach
relies on multiple highly structured observations in the classroom. These observations are
conducted by peer teachers who have outstanding experience in the field as well as other
administrators. The use of peer classroom observations is on the rise in the current evaluation
systems, where rigorous classroom observations are combined with other strategies like
value-added measures that are based on the test scores of the students (Taylor & Tyler, 2012).
The proponents of classroom observation as an evaluation method present a case that can
improve instruction. Teachers can get knowledge through the feedback given to them after
observations and also encourage teachers to be more self-reflective.
Evaluation can further create opportunities for conversation with other teachers and result
in improved practice. Evaluation is beneficial to both the student and the teacher. Research
shows that teachers effectively raise the achievement growth of the student during the period
when they are being evaluated and persist in effectiveness in the years after evaluation (Taylor &
Tyler, 2012). Classroom observation thus presents an effective evaluation technique that benefits
teachers and raises the achievement levels of the learner.
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Stronge (2006) prompts the question of why teacher evaluation is necessary and proceeds
to respond that it is important because education is important. Stronge further states that the core
of education is teaching and learning and the connection between teaching and learning works
effectively when effective teachers are working with students. Therefore, without high-quality
evaluation systems, it is difficult to determine whether we have effective teachers. The primary
focus of teacher evaluation is determining the quality of performance of the teacher, then helping
them improve their performance and hold them accountable for their work.
Robinson (2020) suggests that having highly qualified teachers in the classroom is
significant to the educational outcomes. Teacher evaluation is important for several reasons; first,
teacher quality is positively linked with student learning. The quality of teachers is devalued
considering education and experience, teacher's capacity to create positive relationships with
students, effective utilization of assessment to drive instructional planning, participation in
professional learning, and growth achievement for their students (Robinson, 2020). Secondly,
teachers are evaluated for the purpose of accountability since the evaluation process enhances
teacher practice and effectiveness and will, in turn, lead to improved learning achievement for
the student. Current teacher evaluation systems include a multiphase process of classroom
observations by administrators or lead teachers. Also, they include measures of student
achievement like standardized test scores or learning objectives that have been developed by the
teachers, which the students are supposed to meet (Robinson, 2020). Some evaluation systems
also include parent or student perception surveys. The evaluation systems were developed to
enable school administrators to differentiate teachers on factors of student outcomes, to enhance
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student learning outcomes. Evaluation systems are more effective compared to just rating the
effectiveness of individual teachers in isolation (Robinson, 2020).
According to Little, Goe, and Bell (2009), there is consensus that improvement of student
performance requires that teachers be highly qualified and effective. Most teachers currently
meet the highly qualified requirement. However, the high qualifications of the teachers are not a
guarantee of improved student learning. The effectiveness of a teacher is often measured in the
ability of the teacher to produce gains in student achievement scores (Little et al., 2009). This
definition of teacher effectiveness is, however, too narrow as teacher effectiveness should
constitute a range of aspects. This definition of effectiveness is insufficient because; first,
teachers are not solely responsible for students' learning; secondly, test scores are limited in the
information they can provide; and lastly, learning is more than average achievement gains (Little
et al., 2009). Therefore, more effective evaluation criteria are needed to determine teacher
effectiveness and realize positive outcomes in the students.
Little et al. (2009) present seven methods of evaluating teacher effectiveness. First, they
investigated value-added models, which provide a summary score of the contribution of different
factors towards student achievement growth. This method uses complex statistical models. The
relationship between value-added scores and teacher effectiveness depends on the observation
instrument used and the level of training of the evaluator (Little et al., 2009). The second
evaluation method is classroom observation, where an administrator or an external evaluator
observes the teacher in class and makes a report. Observations are often perceived as credible by
different stakeholders, and they are the most direct way of measuring teaching practice since the
evaluator sits in class and has a feel of the full classroom dynamics. The third method is principal
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evaluation, whereby the principal or assistant principal conducts classroom observations of
teachers (Little et al., 2009). While using these methods, administrators should use an evaluation
system that considers both formative and summative purposes and involves teachers in the
process (Little et al., 2009). The other evaluation method presented includes an analysis of
classroom artifacts, portfolios, self-report of practice, and student evaluation.
According to Steinberg and Donaldson (2016), teacher evaluation has become the basis
for holding teachers accountable for the educational outcomes of their students. Teacher
effectiveness has also been proven to have an impact on the learning outcome. However,
traditional evaluation methods have not been effective in differentiating teacher effectiveness
(Steinberg & Donaldson, 2016). New teacher evaluation methods focus on correcting the defects
by using measures of student performance and observations based on standards to realize a
complete teacher assessment approach and establish the teachers' accountability in student
outcomes.
Most of the contemporary teacher evaluation systems consider student achievement
measures and classroom observation of instruction to evaluate teacher performance (Steinberg &
Donaldson, 2016). The main focus of the new evaluation systems is enhancing the practice
intending to improve student learning and thus, enhance teachers' skills to improve student
performance. Effective teacher evaluation systems should be based on the logic that they should
provide the teacher with feedback for improving practice. The goal of evaluation is also to link
the teacher's practice to learning standards (Steinberg & Donaldson, 2016). Furthermore, the
current evaluation systems use standard-based protocols, like Charlotte Danielson's Framework
for Teaching.
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Smith (2018) suggests that legislation from the public and federal levels have driven
teacher evaluation into focus as the strategy for school improvement. Teacher evaluation is also
viewed as a method to measure and assess teacher performance and to hold them accountable for
student learning. Many variables impact student learning, but teachers have come out as the core
of the learning process in nearly all of the research. Thus, ensuring the effectiveness of the
teachers is vital for quality outcomes of the learning process (Smith, 2018). The classroom
teacher quality is the most significant school factor that impacts the achievement of the student.
Effective teacher evaluation serves two vital purposes; holding teachers accountable to the
expectations of the learning process and improving their practice through teacher development
strategies.
Teacher evaluation enhances teacher development by providing important feedback to the
teacher. The feedback, in turn, encourages the teacher to engage in professional learning
activities. The end product of teacher engagement in professional learning is improved student
outcomes. Thus, the evaluation process leads to great outcomes in the end for the learner, as well
as the teacher (Smith, 2018). Smith states that an effective evaluation system should consider
three important aspects; feedback to teachers is specific to each teacher's needs and classroom
context, the process makes school administrators aware of the strengths and weaknesses of the
teachers, which can be useful in efforts to improve the school, and the evaluation process offers a
chance for the teacher to discuss their practice with the evaluator.
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Charlotte Danielson’s Framework for Teaching
Charlotte Danielson’s Framework for Teaching (FFT) was published in 1996, but the
origin of having identified components of professional practice has its origin in research in
process-product and cognitive science, as well as Madeline Hunter’s work on instructional
practices. A framework for teaching offers a structure for any teachers at the beginning of their
career or those who have taught for many years to assess their practice and make improvements.
Danielson’s Framework for Teaching identifies key areas of teaching that have been
identified through research as areas that actively advance student achievement. Danielson's
Framework divides teaching into 22 components and 76 smaller elements. These components are
again clustered into four major domains recognized as; planning and preparation, classroom
environment, instruction, and professional responsibilities. Each component is distinct but
related to one another within the domain. For example, Domain 2 Classroom Environment
encompasses five critical components. Each component is further broken down into elements.
For example, Component 2A is Creating an Environment of Respect and Rapport, and this
contains elements about teacher interaction with students, as well as student interaction with
other students (Danielson, 2011). The four domains presented by Danielson are inclusive of the
vital parts of the learning process that impact learning outcomes. The Framework in its entirety
takes into account the good of both the instructor and the student.
Additionally, in each of the domains, teachers are evaluated against a rubric with
performance levels including unsatisfactory, basic, proficient, and distinguished (Danielson,
2011). Teaching is complex, but given a pathway such as the FFT, if used well and shared by
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mentors, this comprehensive framework can identify sources of difficulty for teachers and guide
their improvement efforts.

Effectiveness of Teacher Evaluation: Danielson’s Framework
Alvarez and Anderson-Ketchmark (2011) reviewed Charlotte Danielson's Framework for
Teaching. They present that in this era of accountability, the effectiveness of the teacher must be
ensured. The quality of student outcomes is the most important outcome of learning. The main
intention of Danielson in formulating the Framework was that it be used as a self-assessment tool
for teachers and help in teacher preparation, recruitment, and hiring, supervision, peer coaching,
and evaluation. Danielson's Framework also focuses on setting teaching standards for schools
that seek to enhance their teacher evaluation standards. The Framework was designed to be
utilized by teachers across the teaching field through assessment rubrics that help measure
effectiveness (Alvarez & Anderson-Ketchmark, 2011).
Rachel Roegman’s “Unpacking the data” is an analysis of the use of Danielson’s
‘framework for professional practice’ in a student teaching program (Roegman et al., 2016). A
contribution of different stakeholders informed this analysis. The analyst sourced data from
biannual self-assessments of student teachers, cooperating teachers, and the student teachers’
university supervisors. A numerical score of all 22 variables and a comment for each extreme
value were collected. Roegman sought to answer the validity of information obtained from the
student teachers given the multiple conflicting roles. The document also considered the
implication of the costs and benefits of training teachers within Danielson’s Framework.
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Consequently, Roegman unravels the message student teachers receive on what it implies to
learn to be a teacher.
The analysis indicated that the scores and rationales used differed significantly in rating
resident teachers on practice (Roegman et al., 2016). The finding shows that students supervised
by a particular university supervisor scored higher and were inconsistent with other supervisors.
A variation in the understanding of the Framework's rationales by the stakeholders caused the
inconsistency. Notably, low scores resulted from a lack of an opportunity to practice the skills
rather than weaknesses. Therefore, the responses showed a statistically significant difference.
The numerical value of the difference showed the extent of variation of the parameters and their
impact on student performance. The variation had a bearing on the corresponding student
performance. Consequently, the variations lower the reliability and validity of Danielson's
Framework for student-teacher evaluation; however, the analysis does not reflect the impact of
student teacher's performance on student performance.
Teacher evaluation is a process that is crucial in analyzing the performance of teachers in
a school setup. The process was first proposed by Charlotte Danielson, a scholar and
distinguished expert in performing teacher evaluation. In an interview with a school
administrator, Danielson points out that teacher evaluation has been refined over the years since
she developed her Framework in 1996. Consequently, she states that the effectiveness of the
process has significantly reduced. She faults the variables used to evaluate teachers as the main
cause of minimal efficiency.
Measurement difficulties are a great challenge to the evaluation to substantiate its
efficiency for teacher performance (Griffin, 2020). However, Danielson's Framework has been
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resilient, and she attributes this to the predictive validity of the Framework. The Framework has
a strong focus on student engagement, yet on the other hand, Danielson says that no specific
attribute or component is directly associated with teacher performance. These components are
not measured in isolation yet need to be integrated. The reliability of Danielson's Framework's
predictions enabled it to be used in a research study called Measures of Effective Teaching
(MET).
Moreover, Danielson emphasizes that the evaluating body should focus on instructional
leadership and professional development to obtain promising results. She insists that
superintendents should be precise to enhance accuracy in evaluation and provide adequate
support to principals and administrators in managing teacher performance (Griffin, 2020). On
classroom observation, Danielson, a structurally conducted observation, has unlimited potential.
According to her, an observation that provides optimum results should take just enough time for
the observer to learn the nature of the ongoing learning. Therefore, Danielson's Framework is
fundamentally crucial in the growth of teacher evaluation.

Effectiveness of Teacher Evaluation: Coaching
On the other hand, Moody focuses on coaching programs as an effective initiative for
improving teachers’ performance and student academic achievement (Moody, 2019). The
coaching method is not absolutely flawless since it has some shortcomings. There exists a
disconnect between the programs and the corresponding students' performance. Thus, according
to Moody, a coaching program must contain specific attributes to impact student performance
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positively. The attributes proposed by Moody are that the program must be individualized,
intensive, sustained, context-specific, and focused on a specific target.
Some challenges hinder the attainment of effective instructional coaching. Some of the
challenges include the misalignment of the coaching objectives with the school’s improvement
strategy. A limited coaching duration is insufficient to exhaust all the needs and objectives for a
particular teacher. Matching coaches with teachers is challenging since teachers’ needs are
dynamic. Thus, focusing on a general instructional strategy and content ensures that the coaching
is effective, even if for a small sampling of the larger need. Feedback without follow-through is a
setback in ensuring that teachers implement recommendations to attain teachers' growth and
students' improvement. Besides being expensive to coach teachers, the data that is needed for
decision-making in coaching is unavailable, making it difficult to coach teachers.
Therefore, Moody recommends that deploying an effective coaching initiative meets the
logistical concerns he puts forward. He emphasizes that the coaching definition must be
broadened to include self-reflection, peer-to-peer observation, feedback, personalized coaching,
and observation by a school leader (Moody, 2019). Moody also suggests that the administrators
should develop a tiered system of coaching where flexible prioritization levels are created to
address the needs of the teachers.
Teacher coaching provides a plausible alternative mechanism for traditional models of
professional development. 'The Effect of Teacher Coaching on Instruction and Achievement'
combined results from multiple studies which employed causal research designs to affirm the
efficiency of coaching as a professional development tool. Kraft's subsequent empirical literature
review of teacher coaching and meta-analyses enabled him to estimate the mean effect of
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coaching programs on teachers' instructional practice and students' academic performance (Kraft
et al., 2018). The data from US pre-kindergarten and elementary school teachers illustrate the
difficulties in scaling coaching programs while maintaining model efficiency.
Consequently, the average effects of effectiveness trials of more extensive programs are a
portion of efficacy trials of minor programs (Kraft et al., 2018). The primary analyses questions
that guided Kraft's research are; the causal effects of teacher coaching programs on classroom
instruction and student achievement, whether specific coaching program design elements are
associated with the more prominent effects, and the relationship between various coaching
program effects on classroom instruction and student achievement (Kraft et al., 2018). It is not
feasible to examine the observation instruments used to capture elements of a teacher's
instructional practice separately.
‘The Effect of Teacher Coaching on Instruction and Achievement’ perceives that the
effects of teacher coaching should be considered relative to the program's costs since the
intervention requires a sizeable financial and human capital investment. Allocation of resources
to high-cost effective professional development programs for teachers who need support is
preferred to lower-cost ineffective programs for all teachers (Kraft et al., 2018). Scaling teacher
coaching also provides a valuation of the efficacy of the program to the improvement of teachers.
Mainly, web-based virtual coaching offers a means of meeting the need for high-quality coaches
amid resource constraints.
On the other hand, coaching is a reliable mechanism that allows teachers to develop. In a
competitive environment, a professional needs guidance from a professional to maneuver the
challenges that arise, especially if the teacher is still new. A consulting teacher (CT) is
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responsible for being a consulting body for teachers seeking guidance in their profession (Dubin,
2018). Dubin illustrates the importance of a consulting teacher to other teachers. A consulting
teacher is viewed as a reference point in a school where teachers seek knowledge and expertise
in tackling day-to-day teacher challenges.
In the case of Goldbach explained by Dubin, consulting work is considered a cognitive
function in the professional development of teachers (Dubin, 2018). Consulting can efficiently be
evaluated using various evaluation methods, including Danielson's Framework and the Marzano
evaluation mechanism. A consulting program such as one that San Antonio Independent School
District started, as stated by Dubin, saw the recruitment of consulting teachers that sought to
improve teachers' performance through consultation. A consulting teacher guides teachers using
the information provided by the teacher. They use case analysis strategies to assess the challenge
or the situation the teacher is experiencing and consequently provide a relevant way out of the
situation or a solution to a problem.
Moreover, consulting teachers move from one point to another, receiving clients and
addressing their needs. They also represent the agenda of the school district by preaching their
interests and ensuring they are met. Additionally, the consulting teachers assist the
superintendents in reporting on evaluations of teachers (Dubin, 2018). The feedback they provide
is used as the basis for teacher evaluation by the administrative bodies. The report is fundamental
in identifying problems that affect teachers and finding solutions to the corresponding problems.
Effectiveness of Teacher Evaluation: Marzano Teacher Evaluation Model
Marzano's teacher evaluation model provides an alternative mechanism to the teacher
evaluation process. The effectiveness of this model is analyzed by Basileo and Michael based on
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predicted value-added measures with observation scores. Consequently, the accuracy of the
values predicted by the model is established. The study revealed that Danielson's Framework
was frequently cited by MQI and PLATO observation models (Basileo & Michael, 2019).
Additionally, correlation scores of the observations made were either small or moderate. The
least number of studies used real-world data in analysis, hence detaching the outcome of the
observation from reality. The significance of any study is tied to how practical it is; thus,
observers should focus on recording real-world data rather than using documented data. Real
data is subject to prevailing challenges and benefits; for this reason, it is reliably informative of
the present situation.
Value-added measures have various bases called cofounders, which include teacher
turnover, absenteeism, and the mobility of students and have not been accounted for. Thus, other
cofounders are needed to obtain sufficient data that would accurately communicate the findings
of an observation. The limitations associated with using observation thus have a significant
impact on the effectiveness of the evaluation that would be conducted (Basileo & Michael,
2019). Therefore, school districts should adopt an approach that accommodates varied evaluation
models to realize accurate student performance and teacher growth. Despite the data showing
that Danielson's Framework is more popular, other models such as the Marzano evaluation
model might be used to provide a desirable combination that addresses all teaching aspects,
including instructional teaching and guided learning. Harmonization of the evaluation made
using the different methods will provide reliable outcomes compared to individual use of
evaluation models.
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Effectiveness of Teacher Evaluation: Other Approaches
Levy uses the Costs of Turnover (COT) model to evaluate the impact of teacher turnover
on students' performance and teacher growth. Despite recording high teacher turnover rates in the
US, little work has been done to develop strategies to mitigate the critical issue and its variations
(Levy et al., 2012). Thus, Levy uses the Boston Public Schools turnover data to build a model
that detects variations in the cost of turnover and a methodology to implement the model. The
estimation by the COT model is based on Levin and McEwan's ingredients method, which
assumes that every intervention uses ingredients that have valuable costs (Levy et al., 2012). The
ingredients used by Levy are cost separations, personnel recruitment and hiring, support to new
teachers, continuous professional development, and the existing salary gap.
Separation costs are associated with distinguishing the tasks and materials that
administrators use to track and manage teachers who quit their teaching jobs. Costs separation
also includes the time and resources required to analyze exit interviews (Levy et al., 2012). Levy
learned that these costs were not recorded; therefore, their implication is hard to quantify. The
hiring and recruitment costs are incurred in estimating staff needs, identifying prospective
teachers, and configuring working spaces for recruits. Hiring activities including reviewing
resumes, interviewing applicants, deciding who to hire, and handling system and paperwork
requirements are factored. The cost of new teachers' support and the subsequent costs of
professional development interventions are also included in the valuation.
Levy takes a case study of Boston district schools in 2007 with over 130 schools to
examine the implication of the cost of teacher turnover on student performance and teachers’

35

growth. Applying the COT model to the Boston district schools resulted in an estimate of 2% of
the annual budget being used on the cost of turnover (Levy et al., 2012). The COT model also
revealed the cost of the turnover for each subject. Therefore, the cost of teacher turnover on
student performance and teacher growth is quantifiable. The impact is significant and
measurable; thus, this variable is essential in decision-making.
Maslow and Kelley examine the effect of performance evaluation on teaching quality
based on research on the system change in four large, diverse high schools. The study focuses on
the feedback from the evaluation of teachers and administrators obtained through an interview.
Information obtained is then used to advance teaching practice through formative and systematic
feedback (Maslow & Kelley, 2012). The broader school concept shapes evaluation of teachers to
be an effective learning tool, consequently influencing the students' achievement and teachers’
professional growth.
An analysis of the data from City and Tall Oaks Schools inspects Danielson’s Framework
and the traditional administrator evaluation method. On the other hand, John Adams and Green
High Schools have structurally similar academic programs. Therefore both used Danielson's
Evaluation Framework. The method had four phases: the planning and preparation phase, the
classroom environment phase, the instruction phase, and the professional responsibilities phase.
John Adams school administrators had a comprehensive understanding of Danielson's
Framework since they had been taught and used it over six years, unlike Green school, which
was in their first year. The City and Tall Oaks Schools had had the amplest experience with
student diversity and could not accommodate the diversity.
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Maslow and Kelly concluded that a robust collaborative school culture supports the use
of evaluation methods that aid the growth of teachers through systematic and formative feedback
(Maslow & Kelley, 2012). Provided the required conditions, teacher evaluation provides
meaningful formative feedback to teachers that help them grow and also the school
administration to obtain data upon which they make decisions that improve student performance.
One of the conditions is having an underlying organizational culture that guides the management
of a school. Therefore, evaluating teachers can positively impact students' results and also
professionally grow the individual teachers.
The Framework for Teaching (FFT) is an essential observational system for evaluating
teacher effectiveness and is widely used. Kettler and Reddy contrast the dependability and
validity of concerning evidence of the score attained by the appropriate evidence that is a
compound score that links related practice feedback (Kettler & Reddy, 2019). Interpretation of
the FFT scores happens at the domain level with four measures of teacher efficiency used:
unsatisfactory, basic, skillful, and excellent. An indication of internal consistency of composite
scores of the domain and the entire levels proves the reliability of the evidence. Thus, the
composite scores are stable over time, unlike traditional scores, and can correctly predict student
growth in reading and mathematics.
The FFT domains examined are; planning and preparation of student academics, creating
a conducive space for learning activities, teaching of students, and professional obligations.
Teachers are rated with the categories mentioned above of effectiveness based on observation
and review of the portfolio. Estimates of internal consistency coefficients and stability of the FFT
scores are averaged within a range that is commensurate with highly staked decisions, such as
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the decision to retain or promote (Kettler & Reddy, 2019). The averaging addresses the reliability
of the FFT scores in teacher performance evaluation; thus, the study found a lower stability
score.
Additionally, the inference validity of FFT scores is based on the internal structure and
was examined using the relationship between the scores and student reading abilities and
mathematics achievement. The reliability and rationality of FFT indices are higher according to
many observation rounds. A single observation is not sufficient to inform decisions around
professional development; thus, composite scores reflect the teacher variables that relate to
student reading and achievement in mathematics (Kettler & Reddy, 2019). The inference made
supports the use of FFT scores to measure the efficiency of teacher evaluation systems.

Effectiveness of Teacher Evaluation: Widget Effect
“The Widget Effect” discredits the Widget Effect phenomenon used to evaluate teacher's
performance. The phenomenon is based on the failure of the evaluation systems to accurately
analyze teachers' instructional performance (Weisburg et al., 2009). Therefore, the widget effect
assumes that teachers' performance is equal, and thus, teachers are interchangeable parts of the
education system. The method neglects the strengths and weaknesses of individual teachers and
instead are equal. According to " The Widget Effect, "the assumption of indifference is
disrespectful to teachers, and it is a gamble with students’ lives according to “The Widget
Effect.” Teachers’ performance is used exclusively for remediation and dismissal purposes.
Otherwise, teachers are considered indifferent in all other aspects based on a study done across
12 districts (Weisburg et al., 2009).
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Widget effect of teacher evaluation is characterized by various instructional indifference
of teacher performance as emphasized by the existing evaluation systems. According to " The
Widget Effect, "some of the characteristics of the widget effect include: all teachers are rated
good or great (Weisberg et al., 2009). The evaluation method adopts a binary rating of either
"satisfactory" or "unsatisfactory," where 99% of the teachers evaluated are satisfactory.
Moreover, excellent teachers are not recognized since the binary rating has a large grouping;
hence exceptional results are merely 'good.' Consequently, teachers become inadequately
developed professionally. 73% of surveyed teachers said that a recent evaluation did not identify
development areas. Poor performance in teachers goes unaddressed due to generalization.
Therefore, to reverse the widget effect, “The Widget Effect'' recommends changes in how
teacher evaluation needs to be approached. Weisberg suggests that the administrators adopt a
comprehensive performance evaluation method that differentiates teachers fairly and accurately
based on how effectively they promote students' achievements (Weisberg et al., 2009). He also
emphasizes the need to train administrators and other evaluators on effective evaluation systems
to become accountable. Integration of the evaluation system with essential human policies and
functions would guarantee a credible evaluation.
Kraft and Gilmour revisit The Widget Effect proposed by Weigsburg to evaluate teacher
reforms and the distribution of teacher effectiveness. They examine the extent to which
evaluation systems reforms differentiate for teachers. They investigated the distribution of
teacher performance ratings that have implemented reforms in their teacher evaluation systems.
Given the decentralization of policymaking, implementing reforms in the US education system is
sketchy and unreliably ineffective (Kraft & Gilmour, 2017). ‘Revisiting the Widget Effect’ faults
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the informality in drafting the reforms in teacher evaluation systems, arguing that it lowers the
effect the reform has in streamlining evaluation.
The evaluator's feature used to assess the effectiveness of reform is the distribution of the
teacher ratings. While answering the hypothesis of whether the distribution of teacher
performance ratings reflects evaluators' recommendations on the distribution of teacher
effectiveness, 'Revisiting the Widget Effect’ explains why the reforms have not created a
significant differentiation of performance ratings. The quantitative and qualitative analysis of a
case study for data collected over three years in an urban school district answers the hypothesis
questions sufficiently (Kraft & Gilmour, 2017).
Therefore, the inconsistency in high teacher ratings persisted based on the data collected,
implying that the reforms were not adopted satisfactorily. Some of the reasons cited for lack of
implementation are that they lacked adequate time to conduct a comprehensive evaluation that
would result in an honest rating (Kraft & Gilmour, 2017). Others cited personal discomfort in
giving a fair rating. Several principals avoided the laborious process of removing and replacing
teachers while abiding by the legal provisions. Despite the reform on the removal of teachers
from duty that aimed to streamline the dismissal process, principals' justification for not
implementing was evasive of the due process. Consequently, their inefficiency in implementing
reforms delayed the impact of the reform on student performance and the growth of teacher
management.
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Policies on Teacher Evaluation
Effective teaching is a fundamental instrument of academic performance. Evaluation of
teaching is thus a good measure of education reform and analysis of student performance.
Essentially, teacher evaluation is the measure of teachers' abilities to teach (Brandt et al., 2007).
High federal requirements for one to be considered a good teacher have caused a rise in the
development of many evaluation models. Significant variation exists in the methods different
evaluating bodies use to evaluate teachers. The greatest variation is in the way documents are
evaluated and how much significance the data in these documents contribute to the overall score.
The policy structure of different districts contributes to the difference.
Brandt emphasizes certain elements of an effective evaluation policy by an analysis of the
district policy documents. The policy documents insisted on adherence to the process. The
frequency with which evaluation is conducted and the personnel to conduct the evaluation were
also highlighted (Brandt et al., 2007). The policy dictated the standards of evaluation and
outlined how the data collected would be used. The policy emphasized specificity and precision
of data rather than a large amount that would dilute the meaning of the inference. The study
revealed that more than two-thirds of district school evaluations studied did not contain half of
the elements provided.
The study revealed that districts use guidance and recorded resources to evaluate.
Moreover, summative reports were frequently used to make evaluations, and few evaluators were
trained (Brandt et al., 2007). Whereas vague terminologies created interpretation conflicts,
different district policies and procedures vary in specificity. Consequently, many policies can
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differentiate beginners from experienced teachers, while a few policies spelled out consequences
of unsatisfactory results.

“Drive-by” Teacher Evaluation
Toch's "fixing teacher evaluation" criticizes the traditional method of teacher
observations called the drive-by. The method is whereby the administrator or the evaluating body
walks into an ongoing teaching session and checks a checklist. The administrators are usually
untrained in the evaluation system. Toch discredits the parameters used to evaluate a teacher,
saying they do not give adequately informative questions. Items such as "is presentably dressed,"
"room is safe," "starts on time," and "the lesson occupies students" do not provide information on
the success of the teacher's teaching methods. Unfortunately, many evaluators check the
'satisfactory' box. Toch uses a study done on the Chicago school system in 2007 to prove the
inefficiency of the teacher evaluation system. All evaluations recorded that all teachers were
satisfactory between 2003 and 2006 (Toch, 2008). Administrators do not discuss the evaluation
results with the candidate teachers; hence the Drive-by evaluation method is inefficient.

Effectiveness of Multiple Evaluators
Toch insists that effective evaluation models be used to assess teachers. He suggests
using the Teacher Advancement Program (TAP) because it has some desirable characteristics
that credibly evaluate teachers. Some of the characteristics include TAP, which has explicit
standards with which the evaluation process should follow. The main categories are designing
and planning instruction, the learning environment, and instruction (Toch, 2008). Also, an
efficient method should have multiple measures to cover all essential aspects. Toch also proposes
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that different evaluators should evaluate teachers to counter the subjective nature of conventional
evaluation methods. The evaluators should be able to rate videotaped teacher lessons and still
obtain the same outcome.
Moreover, Toch emphasizes that varying a teacher's environment challenges them to
grow. New environments push a teacher to improve their skills, and this improves performance.
The Toledo and Connecticut programs are critical teacher improvement interventions that
administrators should adopt. Toch insists that since helping students learn is a teacher's grand
duty, students' scores should be used to evaluate teachers. A teacher is a resource and thus should
be considered as an investment. Therefore, Toch suggests that a teachers’ value be attached to the
time and monetary value invested in them and the corresponding incentives.
Another area of further research is using individual goals to guide coaching and
evaluation. A self-appraisal, a portfolio evaluation, or some other means which involves a
continuous plan for improvement and growth could offer significant reflection and growth for
teachers. While this may exist in some cases for new teachers, there does not seem to be research
relating to veteran teachers related to this area.
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CHAPTER III: DISCUSSION AND CONCLUSION

Summary
The art of teaching is extremely challenging, but teachers must strive to find ways to
elicit the highest learning outcomes from their students regardless of those challenges. Teacher
evaluation is key to ensuring high-quality instruction (OECD 2009; Stronge, 2006, Timperley et
al., 2008). Creating and determining the effectiveness of teachers requires evaluation systems
with predetermined criteria. These systems provide the teachers vital feedback, which helps them
improve their teaching practice and encourage professional development (Danielson, 2011;
Marzano, 2012; Sawchuk, 2015).
Teacher evaluation dates back as early as the fifteenth century when students paid
instructors based on their teaching abilities (Barrette et al., 1995). In the late 1960s, the focus
shifted toward teachers’ behaviors that would directly impact student achievement (Nerenz &
Knop, 1982), and by the mid-70s, Madeline Hunter developed a framework of teaching called
Instructional Theory into Practice (ITIP). Hunter's method of direct instruction includes seven
elements: objectives, standards, anticipatory set, teaching, guided practice, closure, and
independent practice (Goldberg, 1990).
Until recently, the typical evaluation model for the majority of our nation’s 3.1 million
teachers was an observation once a year (Toch, 2016). The changes result from new research in
the profession, especially concerning teacher quality, interest in boosting teacher effectiveness
and student outcome, and political pressure to eliminate underperforming teachers as a
significant component of school reform efforts (Sawchuk, 2015; Smith 2018; Taylor & Tyler,
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2012). Current multiphase systems include classroom observations by administrators or lead
teachers, while some present-day systems consider student achievement measures and classroom
observation of instruction to evaluate teacher performance (Steinberg & Donaldson, 2016).
Teacher evaluation is important for several reasons; first, teacher quality has the potential
to lead to great outcomes, including increased student learning (Maslow & Kelley, 2012;
Robinson, 2020; Smith, 2018; Steinberg & Donaldson, 2016). Secondly, teachers are evaluated
for the purpose of accountability, and by increasing teacher effectiveness, the evaluation will lead
to improved learning achievement for the student. The University of Michigan states that teacher
evaluation has many purposes that include collecting feedback for improvement of teaching,
portfolio development for job applications, or data gathering as part of personnel decisions,
including reappointment or promotion and tenure (Center for Research on Learning and
Teaching, 2021). Evaluation of teachers, in turn, results in the continuous improvement of
teaching practice. Evaluation is also important in determining the strengths of individual teachers
and the areas of practice in which they still need improvement (OECD, 2009). Therefore,
without high-quality evaluation systems, it is difficult to determine whether we have effective
teachers.
Effective teacher evaluation systems should be based on the logic that they should
provide the teacher with feedback for improving practice and realizing improved learning
outcomes for the students. (Moody, 2018; Steinberg & Donaldson, 2016; Timperley et al.,
2008)). Higher levels of growth in teachers occur when they are involved in both receiving and
giving feedback in the evaluation process (Moody, 2018). Feedback and evaluation information
should be documented in a consistent and systematic way (Stronge, 2006). Emphasis on a
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comprehensive system should include self-reflection, peer-to-peer observation, feedback,
personalized coaching, and observation by a school leader (Moody, 2019). The use of peer
classroom observations is on the rise in the current evaluation systems, where rigorous classroom
observations are combined with other strategies like value-added measures that are based on the
test scores of the students (Taylor & Tyler, 2012). Teachers can get knowledge through the
feedback given to them after observations and also encourage teachers to be more self-reflective
(National Research Council, 2003). Feedback might also come anonymously from students
through responses submitted while a course is in progress. The feedback from the student ratings
can be used to improve areas where the learners expressed dissatisfaction (Centre for Research
on Learning and Teaching, 2021). Most teachers report that feedback they receive from
evaluations leads to great outcomes for the learner, as well as the teacher (Maslow & Kelley,
2012; OECD, 2009; Smith, 2019). Administrators should be wary of challenges that might
hinder progress. Feedback without follow-through is a setback in ensuring that teachers
implement recommendations to attain teachers' growth and students' improvement (Moody,
2018).
Evaluation systems have grown in complexity and include several areas that are each
assigned different scores and are mainly focused on the observations of the teaching standards of
the teachers. One of these approaches utilizes a statistical technique called the value-added
model to determine to what extent the teacher contributed to student learning (Griffin, 2020;
Kettler & Reddy, 2019; Little et al., 2009; Sawchuk, 2015, Toch, 2008). The TAP system shows
that observational scores from the classroom and student achievement growth are positively
correlated, and skill levels of TAP teachers increase over time. Furthermore, TAP schools exhibit
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differential retention of teachers deemed effective based on the evaluation scores (Daley & Kim,
2010). In Danielson’s Framework for Teaching, the composite scores are stable over time, unlike
traditional scores, and can correctly predict student growth in reading and mathematics
(Danielson, 2007; Danielson 2012; Griffin, 2013; Kettler & Reddy, 2019).
Another evaluation method is classroom observation, where an administrator or an
external evaluator observes the teacher in class and makes a report. Observations are often
perceived as higher in credibility if completed by various stakeholders. The third method is
principal evaluation, whereby the principal or assistant principal conducts classroom
observations of teachers (Little et al., 2009). Administrators should use an evaluation system that
considers both formative and summative purposes and involves teachers in the process (Little et
al., 2009).
The National Research Council (2003) suggests teacher evaluations through an
intersection of stakeholders who provide input into the evaluation system. The stakeholders
include students, colleagues, administration, and faculty self-evaluation. Involving more people
in the evaluation process instead of relying on a sole evaluator for a teacher reduces the
inefficiencies of overreliance on one observer and enhances the quality of feedback (Dubin,
2018; Moody, 2018). An analysis of the use of Danielson’s ‘framework for professional practice’
in a student teaching program showed that students supervised by a particular university
supervisor scored higher and were inconsistent with other supervisors, demonstrating the
involvement of multiple stakeholders (Roegman et al., 2016).
School districts must consider an approach that accommodates varied evaluation models
to realize accurate student performance and teacher growth. While classroom observation is an
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effective evaluation technique that benefits teachers and raises the achievement levels of the
learner, simultaneous methods will provide reliable outcomes compared to individual use of
evaluation models. (Basileo & Michael, 2019). Research shows that teachers effectively raise the
achievement growth of the student during the period when they are being evaluated and persist in
effectiveness in the years after evaluation (Alvarez and Anderson-Ketchmark, 2011; Moody,
2019, Taylor & Tyler, 2012).

Professional Application
Essentially, any evaluation system used to evaluate high-stakes personnel must meet
certain standards. A school should have clear teaching standards that a teacher seeks to meet
when they go to class to teach. If these standards are not stipulated clearly, a teacher and the
evaluator do not have a basis for evaluation. Credible teaching practice is research-based and can
be validated (Danielson, 2012). A high-stakes teacher evaluation with a high level of teacher
performance on the instructional Framework indicates high levels of student learning; hence, the
teacher's performance should be considered high.
Moreover, any efficient evaluation system must have evolved greatly. Evolution implies
that the system has improved in structure to address all prevailing needs in the school. Thus, an
efficient system can correctly evaluate a teacher even in difficult conditions. Levels of
performance is also a sufficiently valid measure of teacher evaluation since a teacher's main job
is to teach, and their performance measures students' level of learning. An efficient system also
has personnel skilled in collecting and analyzing evidence and conducting professional
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conversations with teachers (Danielson, 2012). Danielson suggests that robust professional
development mechanisms should be created to improve teacher's skills constantly.
Hong and Matsko use a multi-dimensional framework to qualitatively test the impact of
teacher mentoring by focusing on interactions between formal mentors and novice teachers
where the interactions occur. Significant results from the teacher mentorship are obtained in a
school if strong principal leadership exists. Strong principal leadership protects teachers from
lack of access to any mentorship, while weaker principal leadership deprives teachers of
high-quality mentoring (Hong & Matsko, 2019). Mentoring ignites the work spirit in teachers
and uplifts the drive to ensure productivity in teachers. The administration is, therefore,
indirectly influential in ensuring teacher professional development and improvement of student
performance.
The analysis is based on conclusions from a study of data from a survey of the
administrative data from Chicago Public Schools that took a multi-level propensity-score
weighting approach. The analysis identified a combination of solid leadership features and
high-quality mentoring that featured biweekly interaction between the mentors and the
corresponding teachers (Hong & Matsko, 2019). The exchange is essential in monitoring
comprehension and identifying the viability of the teacher to undertake teaching practice which
is a platform for a teacher to build their organizational commitment.
‘Inside and Outside of Mentoring’ illustrates that organizational commitment
encompasses three mindsets: an affective commitment that reflects a teacher's responsibility to,
identification with and involvement with an institution, continued commitment that demonstrates
that a teacher is aware of the cost implication of leaving the school, and normative commitment
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based on the feeling that a person is obliged to an organization (Hong & Matsko, 2019). Based
on the data collected, Matsko and Hong argue that the quality of mentoring and the conditions in
which mentoring influences its efficacy is professional development.

Limitations of the Research
Any type of evaluation will be challenged in reliability and validity, and teacher
evaluation is no different. Training of administrators, mentors, peer coaches can increase the
reliability and fidelity of evaluation, but as mentioned in the literature review, there will still be
discrepancies between evaluators based on perspectives. There is currently little research
available concerning administrator perceptions of teacher evaluation. Additionally, the research
did not address the time it takes for administrators to observe teachers each year.
While many of the studies referenced student achievement, or learner outcomes, the
research questions did not directly address this outcome. The purpose of this research was to
discover factors in teacher effectiveness and professional growth as it relates to teacher
evaluation. At times, searches were narrowed because of the focus on student achievement
without a parallel discussion of teacher evaluation.
The keywords and phrases in this literature review included “teacher development,”
“teacher evaluation systems,” “summative evaluation,” “teacher effectiveness,” and “academic
achievement.” This literature review analyzed research on teacher evaluation systems in the
United States, as well as historical contexts which began in Europe. Articles cited in this
literature review were published between 2006 and 2021. The historical background of the
literature review included the beginnings of teacher evaluation in Europe, but for the remainder
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of the research, only studies within the United States were included. Studies included a wide
representation across the United States, including various socioeconomic levels, diverse settings,
and studies including many districts or schools in one body of research.

Implications for Future Research
Most teachers continuously aim to improve their craft, whether it be in planning and
preparation, instructional strategies, or some other part of their responsibilities. One area of
further research might include offering opportunities for teachers to initiate or seek out further
coaching with an option to increase pay or receive merit pay.
Another area of further research is using individual goals to guide coaching and
evaluation. A self-appraisal, a portfolio evaluation, or some other means which involves a
continuous plan for improvement and growth could offer significant reflection and growth for
teachers. While this may exist in some cases for new teachers, there does not seem to be research
relating to veteran teachers related to this area.

Conclusion
Research has proven that learner outcome is impacted to the greatest extent by teacher
quality and efficiency. Evaluation tools should be used consistently to measure teacher
effectiveness and provide opportunities for professional development. Evaluation systems seek to
differentiate qualified teachers from the unqualified and ensure positive learning outcomes for
the learners. These systems provide the teachers with feedback and opportunities to improve
their practice. Teachers that are regularly evaluated contribute more to the success of their
students compared to their counterparts that are not subjected to routine evaluations.
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Different teacher evaluation systems are cited as being effective in achieving good
learning outcomes for the student and professional development for the teacher. In particular,
Danielson's Framework of Teaching provides a comprehensive teacher evaluation system that
takes into account the important aspects that should be considered while evaluating teachers. The
four vital components for evaluation are planning and preparation, classroom environment,
instruction, and professional responsibilities. The four domains presented by Danielson are
inclusive of the vital parts of the learning process that impact learning outcomes. The Framework
in its entirety takes into account the good of both the instructor and the student.
The Danielson approach, in particular, provides an evaluation tool that is differentiated
and can evaluate teacher quality and ability while at the same time offering opportunities for the
teacher to further improve their efficiency in practice. Classroom observation as a method of
evaluation has been seen as a widely used technique in teacher evaluation. It involves school
heads like principals or other administrators observing the teacher while they practice in class. It
may also take different forms, including the teacher being observed by their own peers, after
which they are presented with feedback. Classroom observation also includes the teacher making
an assessment of their own practice, as well as the students providing feedback about individual
teachers. Classroom observation proves to be the simplest of all methods since it follows a
distinct checklist or rubric, which the evaluator uses to assess the teacher. The information
written in this literature review is applicable for the education field, especially for the people
who have been entrusted with the role of ensuring teacher quality in schools. The information
herein would help determine how to improve teacher practice and learning outcomes.
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